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PREAMBLE 
THIS AGREEMENT is made by and between the SUPERINTENDENT OF SCHOOLS OF 
THE CANANDAIGUA CITY SCHOOL DISTRICT, hereinafter referred to as the DISTRICT, 
and the CANANDAIGUA CITY SCHOOL DISTRICT CUSTODIAL AND MAINTENANCE 
ASSOCIATION, hereinafter referred to as the AS SOCIATION. 
I. DURATION 
This Agreement shall be effective as of July 1, 2005 and shall continue in force and effect 
through June 30,2008. 
11. LEGISLATIVE ACTION REQUIRED 
It is agreed by and between the parties that any provision of the Agreement requiring 
legislative action to permit its implementation by amendment of law or by providing the 
additional funds therefore, shall not become effective until the appropriate legislative body has 
given approval. 
111. RECOGNITION 
A. The Canandaigua City School District hereby recognizes the Association as the exclusive 
bargaining representative, pursuant to the Public Employees Fair Employment Act, for regularly 
employed non-instructional personnel employed by the District as defined in subparagraph B 
hereof. 
B. The Bargaining Unit is defined as all part-time and full-time laborers, custodial workers, 
custodians, head and senior custodians, head groundskeepers, groundskeepers, school chauffeurs, 
building maintenance assistants, senior building maintenance assistants, auto mechanichus 
drivers, and building maintenance mechanics, excluding temporary, student, and summer help. 
IV. NON-DISCRIMINATION 
The District will not discriminate against any unit member for the purpose of encouraging 
membership in, or participation in the activities of the Association. 
V. NO STRIKE CLAUSE 
The Association or any of the unit members shall not engage in a strike, nor shall the 
Association or any of the unit members cause, instigate, encourage or condone a strike. 
VI. DUES DEDUCTION 
A. Upon the written authorization of a unit member, the District will deduct those dues on a 
fifteen (1 5) installment basis beginning with the first pay period in October and pay the monies 
thus deducted over to the Secretary-Treasurer of the Association. 
B. If an employee revokes the dues deduction authorization, that revocation shall be 
effective at the end of the month in which the revocation is received by the District. A unit 
member who has revoked dues deduction authorization, may not again authorize dues deduction 
until the following September. 
C. Agreement to have dues deducted is strictly voluntary with the employee and is not 
required as a condition of continued employment by the District. 
VII. PERSONAL LEAVE: BUSINESS DAYS 
A. Definition: Personal leave days are the number of earned sick days plus the number of 
personal business days and the number of family illness days. 
B. In the first five years of employment, full-time unit member shall be allowed two (2) 
personal leave days per year with full pay. After five (5) full years of employment the number of 
personal leave days allowed will increase to three (3) days per year. Part-time unit members 
shall be allowed one (I) day per year. Such leave is for the purpose of hardship or pressing need, 
such as a personal legal matter, attending a graduation or wedding ceremony of a son or daughter 
or other similar matters. It is understood that this listing of permissible uses of personal leave is 
not meant to be exhaustive, but merely a guide to the types of absence contemplated by this 
section. 
C. The leave shall not be used merely for personal convenience or pleasure or on matters 
such as shopping, hunting, vacations or similar purposes. Except in emergencies, the unit 
member shall give the immediate supervisor written notice on the form provided at least two (2) 
workdays prior to the day of the proposed absence. A unit member need not indicate nor shall the 
unit member be requested to indicate the specific reason for taking such leave, but shall indicate 
that in the unit member's opinion, the need is pressing and that the matter cannot be satisfactorily 
dealt with at a time other than during normal working hours. 
D. Notification forms for a personal business day will be made available in the office of 
each building. 
E. Unused personal business days shall be transferred to the cumulative personal leave days. 
F. Notification forms for personal leave shall read as shown in Appendix "A" 
VIII. PERSONAL LEAVE: SICK DAYS 
A. Full-time employees will be allowed sick leave days earned at the rate of one per month 
for the first year and a total of 12 per year in subsequent years. If the employee exceeds the 
number of sick days accrued, these days off are considered days without pay. 
B. A unit member shall be granted flexibility in the use of personal leave days according to 
these guidelines. 
Zero as personal business days and fourteen as sick days 
or 
One as a personal business day and thirteen as sick days 
or 
Two as personal business days and twelve as sick days 
C. Up to half of the current year's sick days may be used as family illness days - six (6) 
days. These days shall be deducted from personal leave days. 
D. Unused personal leave days for full-time employees may accumulate up to a maximum of 
190 days. 
E. Part-time employees will be allowed sick leave days earned at the rate of one half per 
month for the first year and a total of six (6) days per year in subsequent years. 
F. Unused personal leave days for part-time employees may accumulate up to a maximum 
of forty (40) days. 
G. In the event of sudden illness or extraordinary circumstances in the immediate family, a 
unit member may take one day of sick leave per year to make the necessary arrangements. 
H. It is understood that it is not always possible for unit members to give prior notice when 
they need to be absent from work due to personal and family illness. However, there are times 
when the need to use personal or family illness days is known in advance. It is the obligation of 
all unit members to provide advance notice when foreseeable circumstances require absence 
from work. 
I. In each year of the agreement, full-time twelve-month employees will receive an 
incentive for attendance based on the prior year's attendance record according to the following: 
No sick or unpaid leave days $450 
One (1) sick or unpaid leave day $300 
Two (2) sick or unpaid leave days $1 50 
Example: 
An employee that uses one (1) sick day and one (1) unpaid leave day has been 
absent two (2) days and qualifies for $150 incentive. 
An employee uses one (1) unpaid leave day has been absent one (1) day will 
qualify for the $300 incentive. 
This attendance incentive as provided for in Article VIII(1) shall expire (sunset) at the close of 
business June 30,2008. 
IX. SICK LEAVE RESERVE 
A. The Board will make provision for a sick leave reserve to aid unit members who suffer 
prolonged illness and whose sick leave becomes exhausted during an extended period of illness. 
The intent of the sick reserve is to provide a safety net for those members who suffer a long term 
illness or injury. The reserve is not intended to provide salary continuity for short-term illness or 
injury nor is it intended to cover cosmetic or elective procedures. 
Wherever possible, the member shall schedule procedures or treatments during the 
summer or at other times that would minimize absence from work. 
B. In order to be eligible to use the sick reserve, the member must be suffering from a 
disabling illness or injury that prevents the member from performing the essential duties of the 
position. 
C. Each unit member who chooses to participate will contribute one sick day by filing a 
signed authorization statement with the personnel office within the month of September or 
within 30 days after effective date of employment. When the number of available days falls 
below 25, participants must re-contribute one day to maintain membership. If the Reserve falls 
below 25 days, the Board will contribute 65 days. Unused days will carry over into the next 
school year. 
D. Unit members may use sick leave reserve days upon the following terms and under the 
following conditions: 
1. The unit member must be an employee of the District on active status; 
2.  The unit member must have contributed at least one day of sick leave to the 
reserve and maintained membership by contributing each time the reserve fell below 25 days; 
3. The unit member must have exhausted his or her regular paid sick leave; 
4. The unit member must have been absent with a qualifying illness or injury for a 
number of consecutive days as determined by the following formula: 
(40 days} minus {(Number of accumulated personal leave days as 
of the start of the school year September 1) plus (ten divided by 
the number of years service).} 
5.  The unit member must submit verification of the medical condition by the 
physician subject to the approval of the supervising school physician; 
6. If recurrence of the same illness requires additional absence, the requirement 
under D4 will be waived and the unit member may be eligible for additional days but not to 
exceed the maximum of 90 school days allowed per school year. 
E. There will be a limit of 90 days per unit member per school year under this article. The 
total cumulative use any employee may make of the reserve is 180 days. 
F. A committee consisting of a representative from each employee unit shall administer the 
reserve. The committee shall review requests and make recommendations to the Superintendent 
for the use of sick leave reserve. The final decision for granting of sick leave allowance from the 
Sick Leave Reserve rests with the Superintendent of Schools. 
G. This article is not subject to grievance. 
X. CANANDAIGUA HEALTH REIMBURSEMENT FUND 
A. PLANYEAR 
The Canandaigua Health Reimbursement Fund shall run from October 1 to September 
30. Claims for services dated after, October 1, 1999 shall be eligible for reimbursement. 
B. ELIGIBILITY 
Membership in the Canandaigua Health Reimbursement Plan is open to: 
1. All eligible staff in the bargaining unit employed on a full year basis as of 
October 1 of each year. 
2. Individuals designated by the Canandaigua City School District Board of 
Education. 
C. DEPENDENTS 
For the purposes of the Health Reimbursement Fund only, a dependent is defined as 
spouse, son, stepson, daughter, stepdaughter, a child placed by an authorized placement agency 
for legal adoption, and a foster child who will be a member of the household for the next full 
school year. Each child under the age of 25 at the start of each plan year who is both a dependent 
and 1) living at home or 2) a full-time student is an eligible dependent under the Health 
Reimbursement Fund. 
D. DISTRICT CONTRIBUTION RATES 
The District contribution rates per plan year shall be as follows: 
Full-Time Employees - $773 Part-Time Employees - $479 I 
These amounts shall increase in each year of the contract in accordance with the formula 
established for health insurance contributions. 
E. ADMINISTRATIVE EXPENSES 
The fund shall pay the administrative expense as long as a fund balance is maintained. 
F. UNPAID LEAVES, RESIGNATIONS OR TERMINATIONS 
Unit members on an unpaid leave as of October 1 shall not be eligible for a contribution. 
G. ACCUMULATIVE PLAN 
Each plan member has a running accumulative account. If, in any one year, benefits are 
not exhausted, the balance will be automatically rolled over and added to the next year's 
contribution. 
H. MEDICAL, DENTAL AND VISION EXPENSES 
Medical and Health Care Payments: The funds contained in the member's Health Care 
Plan account may be used only for the payment of medical and health care expenses incurred by 
the member and eligible dependents. 
Medical expenses are payments made for the diagnosis, treatment or prevention of 
disease. They also include payment for treatment affecting any part or function of the body. 
Expenses for which claims may be submitted include, but are not limited to, the following: 
Medical doctors, dentists, eye doctors, gynecologist, chiropractors, osteopaths, 
podiatrists, psychiatrists, psychologists, physical therapists, acupuncturists, and psychoanalysts. 
Medical examinations, x-ray and laboratory services, insulin treatment, and other 
treatments prescribed by a physician. 
Hospital care (including meals and lodging) clinic costs, laboratory fees. 
Nursing services prescribed by a physician. 
Medical treatment at a center for drug addicts or alcoholics. 
Medical aids such as hearing aids, dentures, eyeglasses, contact lenses, braces, orthopedic 
shoes, crutches, wheelchairs, and guide dogs as prescribed by a physician. All medicines and 
drugs prescribed by a physician. 
I. NO DUPLICATION OF BENEFITS 
The Health Reimbursement Fund will not pay medical expenses covered by other health 
insurance policies or plans to which plan members or an eligible dependent belongs. 
In other words, a plan member who is eligible to receive benefits under any insurance 
policy or under any other health or medical reimbursement plans must first submit a claim 
through those other plans. 
J. PROCESSING CLAIMS 
Follow these procedures to submit a claim for payment: 
1. Determine if a claim is eligible for payment under any other insurance program. If 
it is, submit the claim to that program. 
2. Submit expenses not paid by any other insurance, such as dentallvision costs, 
directly to the Canandaigua Health Reimbursement Fund. 
3. Use the Canandaigua Health Reimbursement Fund claim form to file a claim and 
attach explanation of benefits statement from insurance companies or bills and receipts from 
doctor, dentist, drug stores, etc. 
4. Health Reimbursement Fund claim forms are available at the main office in each 
building. 
5. Submit claims directly to Plan Administrator listed on the form. 
K. METHOD OF PAYMENT 
1. Payments will be made once a month for approved claims totaling more than $50. 
When accumulated claims exceed $50, submit them to the plan administrator for payment. 
2. Regardless of the size of the claim, all outstanding claims should be submitted at 
least once a year. 
L. CLAIM PROCEDURE 
1. The Plan Administrator has 30 days after receiving a claim to accept or deny it 
and notify the member. 
2. This 30-day period may be extended for an additional 90 days if special 
circumstances so require. If an extension is necessary, the member will be notified in writing of 
the reasons for the extension and the date when a final decision is expected. 
3. After 30 days, if a member has not been notified of acceptance, denial, or 
extension, the member may request a review. The procedure for this review is the same as the 
review procedure for a denied claim. (See Denial and Review Procedures Section.) 
M. DENIAL AND REVIEW PROCEDURES 
If a claim is denied, written notice shall be given by the Canandaigua Health 
Reimbursement Fund Administrative Committee, stating: 
1. Reasons for the denial. 
2. Description of what materials, if any, is required to make the claim complete. If a 
claim is denied, members are entitled to: 
a. Make a written request for a review of the claim by the Committee. Such a 
request must be made within 60 days after the member received the denial. 
b. Review documents relating to the denial and submit written comments, 
which help to explain the claim. 
Within 60 days, the Committee will make a decision or notify the member that a time 
extension is necessary. 
N. LIMITATION OF BENEFITS 
No benefit will be paid in excess of the balance on account. Members will receive semi- 
annual statements showing current account balance. 
0 .  CONTINUATION OF BENEFITS 
If a member leaves the District's employment, approved claims under this plan shall 
continue to be paid until the pro-rated Canandaigua Health Reimbursement Fund account is 
exhausted. 
In the event of a member's death, approved claims under this plan shall continue to be 
paid to eligible dependents until the pro-rated account is exhausted. If there are no survivors, any 
pro-rated funds left in on account will be paid to the member's estate. 
P. INACTIVE ACCOUNTS 
1. An inactive account is the account of a terminated participant (excluding retirees) 
to which neither the District nor the participant makes contributions and with respect to which 
there has been no claim activity for a period of three years (measured from date of termination). 
2. Each year, an account which is and remains inactive will be charged with an 
administrative fee in an amount equal to the plan contribution required by a single employee 
participant for that year. Such fee will be deducted annually from the account on the first day of 
each plan year. 
Q. This article expires June 30,2008 and is not subject to grievance. 
XI. EMERGENCY LEAVE OR CRITICAL ILLNESS 
OR DEATH IN THE IMMEDIATE FAMILY 
A. Emergency leave in no way affects the provisions for personal illness and is not 
accumulative. 
B. Critical illness means a life and death situation, which the attending physician considers 
sufficiently serious to require the staff member's presence at the bedside of the sick or injured 
immediate family member. 
C. Immediate family means: husband, wife, children, and any other members of the same 
home; father and mother; brothers and sisters; grandfather and grandmother; father-in-law and 
mother-in-law. 
D. Up to three days absence with pay will be allowed for each critical illness or death in the 
immediate family. This allowance may be extended at the discretion of the Superintendent. 
E. In the event that an emergency makes it impossible for the unit member to submit a 
physician's statement in advance of emergency leave, the statement may be provided following 
the leave. No leave will be compensated until an acceptable physician's statement has been filed 
with the administration. 
XII. PERSONAL LEAVE OF ABSENCE WITHOUT PAY 
At the discretion of the Board, a leave of absence without pay for up to one (1) year may 
be granted to members of this unit. The member requesting such leave must signify hislher 
intention to return to the Canandaigua City School District following the leave. 
XIII. JURY DUTY 
A. While serving on jury duty, the employee will receive his or her regular pay for that day, 
but is required to return to the School District the money that is paid by the court, except for 
expense money received. If the employee is excused from jury duty for the day, he or she is 
expected to report to work that day. 
B. The District shall reserve the right to request that the employee be excused from jury 
duty. 
XIV. CHILD CARE LEAVE 
A. An employee, upon request, shall be granted an unpaid leave of absence for child rearing 
purposes. This leave shall be for a period of up to one year from the time when the 
pregnancy-related physical disability ends or when an employee receives a child placed for 
adoption. 
B. A written request for child rearing leave shall be submitted to the Superintendent as soon 
as is reasonable under all of the circumstances, but in no case, later than 90 days prior to the 
anticipated commencement of the leave, in order to afford the District the greatest opportunity to 
retain a qualified substitute employee. 
C. The time period spent on any unpaid leave of absence shall not be credited for 
advancement of salary nor toward completion of the probationary period. 
D. Except as permitted by the following paragraph, no employee who has been granted such 
leave shall accept any other employment which exceeds 20 hours during the normal work week 
during the term of the leave, or the services of the employee may be terminated by the Board of 
Education. No sick leave benefits will be paid while an employee is on unpaid leave. 
E. An employee on child rearing leave of absence shall not be denied the opportunity to 
substitute in the Canandaigua City School District solely by reason of the fact that the employee 
is on such leave of absence. 
F. It will be the responsibility of the unit member to notify the Superintendent of any 
changes of permanent address during the period of the leave. If the permanent residence is 
changed beyond fifty miles from the place of employment, the Superintendent may request a re- 
affirmation of the intent to return upon completion of the leave. Failure to comply with the above 
may result in termination of employment. 
G. This article applies to both males and females. 
XV. VACATIONS 
A. For the purpose of this article, a full year is considered to be the school fiscal year, from 
July 1 to June 30. Full-time 12-month employees shall be eligible for vacation according to the 
following schedule: 
B . Vacation for Full-Time Employees 
Less than 1 full year 
July 1 after hire - 5th year 
Beginning of the 6th year 
Beginning of 7th year 
Beginning of 8th - 1 l th  years 
Beginning of 1 2th - 1 3th years 
Beginning of 1 4 ' ~  year 
Beginning of 1 51h year 
Vacation for Part-Time Employees: 
Less than 1 full year 
July 1 after hire date - 5th year 
Beginning of 6th - gth years 
Beginning of 9th - loth year 
Beginning of 1 1 th - 1 51h year 















C. Use of Vacation 
1. Earned vacation may be taken in the following school year. 
2.  The first two weeks of vacation in any given year must be taken in the year 
following the year it is earned. However, the Superintendent of Schools could waive this 
requirement if the workload so allows. 
3. Vacation earned beyond two weeks may be accumulated to a maximum of 20 
days. 
4. Extended vacation is defined as 20 or more consecutive work days. Persons 
taking an extended vacation under this provision must request permission at least 30 days in 
advance of the period. The period selected must be acceptable to the employer. 
5 .  Extended vacations under this provision will not be permitted more frequently 
than once every five years. Any one extended vacation will not exceed 30 calendar days in a 
given year. 
6. Auto MechanicsBus Drivers will have their service to Laidlaw and Upstate 
Transit Company credited toward years of service for the purpose of calculating earned vacation. 
7. Except in emergencies, the unit member shall give the immediate supervisor 
written notice on a form provided at least two (2) days prior to the day of the proposed vacation. 
XVI. CALL-IN 
A. The Director of Facilities and Operations, District Administrative Personnel, and Law 
Enforcement agencies may call an employee in to respond to an emergency. This is known as an 
emergency call-in. When an employee is called to work under this section (XVI), the employee 
will be paid a two-hour minimum at the time and a half wage; double time for Sundays and 
holidays. 
B. Each building shall maintain a current call-in list. This call-in list shall be placed on file 
with the appropriate law enforcement and emergency response agencies and with the Director of 
Facilities and Operations. Only employees from these lists may be paid call-in pay, except in 
situations where no one on the list can be reached. 
C. In the event that emergency conditions facilitate the closing of roads by state or county 
authorities and all form of travel is prohibited, up to two (2) paid leave days may be taken on a 
day when school is forced to close for emergency purposes. It is understood that such days will 
be charged to an employee's existing allotment of paid leave days. 
XVII. TERMINAL VACATION 
A terminal vacation for full-time personnel will be provided as follows: Upon resignation, 
provided two weeks notice has been given, an employee will be entitled to a vacation prorated 
according to the number of months worked since the previous June 30. Employees of less than 1 
one full year of service will not be entitled to terminal vacation. Employees discharged by the 
School District will not be entitled to terminal vacation. 
XVIII. EARLY RETIREMENT 
A. A unit member who meets all of the following requirements shall be eligible for an early 
retirement incentive: 
1. be at least 55 years old. 
2. have at least 20 years of full-time credited service with the New York State 
Employees' Retirement system as of the effective date of the retirement. 
3. have a minimum of ten years consecutive full-time service in the Canandaigua 
City School District. An unpaid leave of absence approved by the Board of Education will not be 
counted toward the local service requirement. Neither will it constitute a break in service for the 
consecutive year requirement. Service to the District when employed by LaidlawIUpstate Transit 
shall be counted as consecutive years of service toward eligibility for early retirement. 
4. delivery of a written letter of resignation for retirement purposes at least thirty 
days prior to the effective date of retirement. 
B. The amount of the early retirement incentive shall be 25 percent of the regular salary 
earned over the previous 12 months of employment exclusive of overtime payments but 
including night rate payments. 
C. Unused accumulated sick days up to 190 days, and any unused days for the current year's 
allotment will be reimbursed at 25 percent of the substitute teacher per diem rate. 
Reimbursement will be deposited into the Canandaigua Health Reimbursement Fund. 
XIX. PAID HOLIDAYS 
A. Full-time employees will be guaranteed 14 paid holidays as follows: 
1. New Year's Day 9. Thanksgiving Day 
2. Martin Luther King Day 10. Friday following Thanksgiving 
3. President's Day 1 1. December 25 or the nearest Friday or 
4. Memorial Day Monday as determined by the District 
5. 4th of July 12. Two floating days at the approval of the 
6. Labor Day Director of Facilities and Operations 
7. Columbus Day 13. Harriet Tubman Day 
8. Veterans' Day 
B. Part-time employees will be guaranteed 9 paid holidays as follows: 
1. New Year's Day 
2. Memorial Day 
3. Fourth of July 
4. Labor Day 
5. Veterans' Day 
6. Thanksgiving Day 
7. Friday following Thanksgiving 
8. December 25 or the nearest Friday or Monday as determined by the District. 
9. One floating day at the approval of the Director of Facilities and Operations. 
XX. HEALTH INSURANCE PREMIUM 
A. Full-time employees hired after July 1, 1993 shall become eligible for District paid health 
insurance upon their appointment to permanent Civil Service status. Prior to that time the 
employee may purchase health insurance at their own expense from any one of the carriers and 
programs listed in section 'B'. The employee may pay for this insurance by payroll deduction. 
B. Full-time employees may elect any of the following health insurance plans: The Blue 
Cross/Blue Shielmlue Million with 50% RX, Blue Choice Select $15 co-pay, Blue Point 11 $15 
co-pay, Finger Lakes Health Plan Select $15 co-pay, Blue Choice Preference, Blue Choice 
Value, Preferred Care TriVantage. For the 2005-2006 school year, the District will pay up to 
$7200 annually for family or family no spouse coverage; up to $6924 annually for two person 
coverage and up to $3540 annually for single coverage. For the purposes of this section, a full 
time employee is one who works eight hours a day for twelve months per year. 
C. In 2006-2007 and 2007-2008 the District will increase the above payment levels by the 
cost of living increase and also by one half of any percent increase amount above the cost of 
living. These amounts can be applied to any of the policies listed above. If a 
custodial/maintenance worker selects a program with a premium that is higher, the 
custodial/maintenance worker will pay the balance through payroll deduction. 
D. Part-time employees hired prior to July 1, 1993 may select. The Blue CrossBlue 
ShieldBlue Million with 50% RX, Blue Choice Select $15 co-pay, Blue Point I1 $1 5 co-pay, 
Finger Lakes Health Plan Select $15 co-pay, Blue Choice Preference, Blue Choice Value, 
Preferred Care Tri-Vantage. The District will pay the equivalent of 50 percent of cost of the 
amount listed in "B" above. For the purposes of this section, a part-time employee is one who 
works less than 8 hours per day twelve months a year. 
E. Part-time employees hired after July 1, 1993 may purchase health insurance from Blue 
CrossBlue ShieldBlue Million with 50% RX, Blue Choice Select $15 co-pay, Blue Point I1 $15 
co-pay, Finger Lakes Health Plan Select $15 co-pay, Blue Choice Preference, Blue Choice 
Value, Preferred Care Tri-Vantage at their own expense. The employee may pay for this 
insurance by payroll deduction. 
F. Retired custodial staff members who have at least ten years of continuous service and 
who begin their retirement on or after July 1, 1999 may elect to continue to receive health 
insurance coverage paid by the Board of Education for a period of one year of coverage for each 
year of service. The Board's financial responsibility shall be limited to 80 percent of the Board's 
contribution for the single level coverage or 60 percent of the two-person coverage. Upon 
reaching age 65, the District will pay 100% of a Preferred Care Medicare HMO policy. If a 
retired unit member elects Blue Cross/Blue Shield complimentary coverage and the cost of this 
coverage exceeds that of the Board contribution for the Preferred Care plans, the unit member 
will pay this additional cost. 
G. Twelve month full-time unit members eligible for family level health insurance that 
choose not to take advantage of the District health insurance program shall receive credits as 
follows: 
This amount shall increase in each year of the contract in accordance with the formula 
established for health insurance contributions. 
H. An employee who chooses the credit in lieu of the District's health insurance plan may 
opt to resume the use of this plan if alternative health insurance becomes unavailable. 
XXI. DENTAL INSURANCE 
A. Full-time employees shall become eligible for Board of Education contributions to dental 
insurance upon their appointment to permanent Civil Service status. Prior to that time the 
employee may purchase dental insurance at his or her own expense. The employee may pay for 
this insurance by payroll deduction. 
B. The District will pay 75 percent of dental insurance coverage for the Smile Saver IV or 
Smile Saver I programs from Blue Cross for full-time employees. Employees may opt for either 
Smile Saver I or Smile Saver IV Coverage. The employee will pay for insurance by payroll 
deduction. 
C. The District will pay 37.5 percent of dental insurance premiums for part-time employees 
hired prior to July 1, 1993 and who work less than 8 hours per day, twelve months per year. 
D. Part-time employees hired after July 1, 1993 may purchase dental insurance at their own 
expense. The employee may pay for this insurance by payroll deduction. 
XXII. SALARY 
A. The work week for full-time employees shall be five (5) days - 40 hours per week. The 
work week shall be defined as Thursday to Wednesday. 
B. Time worked in excess of 40 hours per week shall be at 1 112 times regular rate or 
compensating time off. Holidays and sick days shall be counted toward the 40 hours worked. 
Personal and vacation days shall not be counted toward the 40 hours worked. Employees 
required to work additional time on Sundays or on the following legal holidays: New Year's Day, 
Memorial Day, Fourth of July, Thanksgiving or December 25 will be paid at double their hourly 
rate for such additional time. Other holidays will be treated as regular overtime. 
C. The night supervising custodian at each building will be paid an additional stipend as 
indicated below: 
Academy $2,000 
Middle School $1,000 
Elementary School $1,000 
Primary School $1,000 
D. Longevity Pay 
1. Full-time employees hired after July 1, 1996 shall be eligible for longevity 
bonuses according to the following: 
On July 1 beginning with their sixth, eleventh, sixteenth, twenty-first, and twenty- 
sixth years of continuous full-time service, the District will pay a one time 
nonrecurring bonus in the amount of five (5%) percent of their prior 12 months 
regular earnings. Regular earnings excludes night rate, overtime pay, stipends or 
any other pay beyond hours worked times the regular hourly rate. 
2. Full-time employees hired prior to July 1, 1996 shall be eligible for longevitj 
bonus according to the following: 
FIRST LONGEVITY PREMIUM 
On July 1 beginning with their tenth (loth) year of service, unit members will be eligiblt 
for a 5 percent premium over and above the wage that they would otherwise be due. 
Sample # I  
1995-96 wage rate equal 
plus 3.0 % increase 
1996-97 regular wage rate 
plus 5% longevity 
1996-97 longevity wage 
SECOND LONGEVITY PREMIUM 
On July 1 beginning with their fifteenth (15'~) year of service, unit members will be 
eligible for a 5 percent premium over and above the wage that they would otherwise be 
due (including any previously credited longevity premium). 
Sample #2 
1995-96 longevity wage rate 
plus 3.0% raise 
1996-97 wage rate 
plus 5% longevity 
1996-97 longevity wage 
THIRD LONGEPTTY PREMIUM 
On July 1 beginning with their twentieth (20'~) year of service, unit members will be 
eligible for a 5 percent premium over and above the wage that they would otherwise be 
due (including any previously credited longevity premium). 
Sample #3 
1995-96 longevity wage rate 
plus 3 .O% raise 
1996-97 wage rate 
plus 5% longevity 
1996-97 longevity wage 
FOURTH LONGEWTY PREMIUM 
On July 1 beginning with their twenty-fifth (25th) year of service, unit members will be 
eligible for a one-time non-recurring bonus in the amount of five (5) percent of their prior 
12 months regular earnings. Regular earnings exclude night, overtime pay, stipends or 
other pay beyond hours worked times the regular hourly rate. 
E. Unusual Hours Differential 
1. Definition: The unusual hour differential will be paid only when hours actually 
worked fall under this unusual hour differential. Unusual hours pay differential will not apply to 
vacation, personal, holiday, or sick day pay. 
2. Eligibility: Full-time employees are eligible for an additional $.50/hr over 
their regular rate as unusual hours pay if their regular working day starts before 6:00 a.m. or 
concludes after 6:00 p.m. 
3. Payment: Employees who qualify for unusual hours differential as stated 
above will be paid a differential of $.60/hr for hours worked between 3:00 p.m. and 11 :00 p.m. 
Employees who work the third custodial shift between 11:OO p.m. and 7:00 a.m. will be paid a 
differential of $.70/hr. Example: Full-time employees who work 12:OOpm to 8:30pm will 
receive unusual hours differential paid for time worked from 3:OOpm to 8:OOpm or 5 hours @ 
$.6O/hour. 
4. Overtime is not applied to the $.60/hr unusual hours rate. 
F. It is agreed that each current employee shall receive a: 
3.85% raise of their 2004-2005 wage effective July 1,2005 
3.85% raise of their 2005-2006 wage effective July 1,2006 
3.85% raise of their 2006-2007 wage effective July 1,2007 
New employees hired before March 1 would have the above percents applied to their 
wage rate, while new employees hired after March 1 shall remain on the starting rate until July of 
the following calendar year. 
Positions: 
1. Part-time Cleaner, Custodial Worker, Custodian Laborer, or School Chauffeur 
2. Full-time Cleaner, Custodial Worker, Custodian, or Laborer 
3. Groundskeeper 
4. Senior Custodian, Senior Groundskeeper 
5. Head Custodian, Senior Building Maintenance Assistant, or Building 
Maintenance Assistant 
6. Week-end Part-Time Custodial Worker. The starting hourly rate of pay for the 
2005-2006 school year shall be $8.50/hr. The week-end part-time Custodial 
Worker(s) shall be expressly employed to work up to an eight (8) hour shift on 
Saturdays and/or Sundays. They are not entitled to overtime as defined in section 
XXII (B). 
The minimum/maximum starting hourly rates of pay for the term of this contract shall be 
as follows: 
Level 1 $6.91/$8.91 
Level 2 $8.89/$10.89 
Level 3 $9.60/$11.60 
Level 4 $10.34/$12.34 
Level 5 $10.94/$12.94 
The minimum/maximum starting hourly rates of pay for term of this contract for part- 
time mechanics with tools shall be $7.73/$9.73. The minimum/maximum starting rates for pay 
for full-time mechanics with tools shall be $1 l.33/$13.33. 
G. At the time of an employee's permanent Civil Service appointment (usually at six 
months) the Association leadership may sit with the Director of Buildings and Grounds and the 
Director of Human Resources to discuss an up to two percent raise in consideration of significant 
prior experience and demonstrated expertise. 
H. Employees promoted will receive either a ten percent raise or the starting wage of the 
new job classification, whichever is higher. 
I. Auto Mechanic/Bus Drivers shall be eligible for an additional annual stipend for earning 
and maintaining a valid Commercial Driver's License Class B Endorsement P and earning and 
maintaining State Education and Department of Motor Vehicles Department Certification to 
drive a school bus with passengers as follows: 
For the 2005-2006 school year $ 900 
2006-2007 school year $1,000 
2007-2008 school year $1,000 
J. Part-time Custodial Workers who work weekends/holidays exclusively will be 
reimbursed at an hourly rate of $8.50 for the 2005-06 school year. Each of the 
aforementioned employees will be guaranteed 9 paid holidays per Article XIX, and a 
uniform allowance per Article XXVI, Section E of the current Custodial/Maintenance 
Agreement. 
K. Annual stipends as follows shall be paid to staff members that both perform and 
are certified to perform the following duties: 
Pool Operator $500 
Pesticide Applicator $500 
XXIII. LENGTH OF SERVICE 
A. Upon request, part-time employees who have advanced to a full-time assignment may 
have their part-time service converted to full-time service on a pro-rated basis. This converted 
part-time service shall be used in the calculation of eligibility, vacation and longevity stipends. 
B. Auto Mechanics/Bus Drivers will have their service to Laidlaw and Upstate Transit 
Company credited toward years of service and used in calculating earned vacation and longevity 
stipends. 
XXIV. SALARY STATEMENT 
Each employee in this unit will be furnished by October 15, 2005, 2006 and 2007 a written 
salary statement showing the following as of July 1,2005, 2006, and 2007: 
Salary 
Days of Accumulated Sick Leave 
Days of Vacation Available 
XXV. JOB SECURITY 
A. In the event that a reduction of personnel becomes necessary, employees will be laid off 
within job classification in inverse order of their seniority within that job classification. Seniority 
is to commence with the most recent date of appointment within a job classification. Within a job 
classification, part-time employees are to be considered separate and apart from full-time 
employees within that same job classification for seniority purposes. A part-time employee 
accrues seniority only as a part-time employee and attains no seniority against a full-time 
employee. 
B. In the event of layoff, the District will prepare a recall list, which insures that the person 
with the greatest seniority within the job classification will be recalled first. The employee shall 
be insured the protection of this recall procedure for a period of two (2) years from the date of 
layoff. 
XXVI. UNIFORM ALLOWANCE 
A. The District requires all unit members to wear the approved uniform during all 
compensated work hours. 
B. A uniform is defined as a shirt with both the District and employee name permanently 
displayed. 
C. The Director of Buildings and Grounds shall designate the vendor, specific style, and 
color of the shirt. The Director of Buildings and Grounds shall also designate a specific open 
stock of additional clothing items available for purchase with the uniform allowance. 
D. The District will allow up to $290 annually for each full-time maintenance employee and 
up to $173 annually for each full-time custodial employee. 
E. The District will allow a proration of up to $80 annually for each part-time 
custodiaVmaintenance employee. 
XXVIII. INVOLUNTARY TRANSFERS 
F. These funds must be used to purchase clothing items or footwear approved by the 
Director of Buildings and Grounds. 
G. Items purchased through the uniform allowance may not be worn during off duty hours. 
H. If a specific item of clothing or footwear is not available through the approved catalog, 
the unit member may seek prior approval from the Director of Buildings and Grounds to 
purchase the items. 
I. All decisions regarding the purchase of clothing and footwear are the sole discretion of 
the Director of Buildings and Grounds and not subject to grievance. 
J. This clause expires June 30, 2008. 
K. This article does not apply to Auto Mechanic/Bus Driver employees. 
XXVII. VACANCIES 
A. All vacancies will be posted by written notice given to the Association president at least 
five days before an appointment by the Board of Education is approved. 
B. Unit members that apply will be given consideration for appointment to a vacancy in the 
unit for which they qualify. 
Before an involuntary transfer of an employee is made, the District will attempt to find a 
suitable volunteer to transfer. 
I 
XXIX. SAVINGS CLAUSE 
If any provisions of this Agreement or any application of the Agreement to any employee 
or group of employees shall be found contrary to law, then such provision or application shall 
not be deemed valid and subsisting except to the extent permitted by law, but all other provisions 
or applications of the Agreement shall continue in full force and effect. 
XXX. ZIPPER CLAUSE 
This Agreement constitutes the full and complete Agreement of the parties and may be 
altered, changed, added to, deleted from, or modified only through the voluntary mutual consent 
of the parties in a written, signed amendment to the Agreement. 
XXXI. TUITION REIMBURSEMENT 
If an employee wishes to take a course or workshop, the District will reimburse up to 
$400 per year for the cost of the course or workshop. The course or workshop must be approved 
in advance by the Director of Buildings and Grounds and must be job or work related. Payment 
will be made upon submission of evidence of successful completion. 
XXXlI. WORKERS' COMPENSATION 
When an injury or illness occurs, the following procedure must be followed: 
1. The employee will report all work-related injuries to their immediate supervisor 
or other appropriate supervisory personnel, for example the building principal or school nurse. 
2. An accident report is completed, signed, and dated. The original is sent to the 
payroll office. 
3. If the amount of lost time warrants, the appropriate forms are sent from the 
payroll office to the District's Workers' Compensation insurance carrier. An employee may use 
up to 14 days of accumulated sick time to maintain their full bi-weekly pay. Any lost time 
beyond 14 workdays shall be compensated by the District's insurance carrier as per Workers' 
Compensation Law and Regulations as quoted below: 
"No cash benejts are paid for the jrst seven days of disability 
unless the disability extends beyond 14 days. In that event, the 
worker may be due cash benefits from the first day off the job. 
However, necessary medical care is provided no matter how short 
or how long the length of the disability.'" 
A joint committee of District administrative personnel and employee representatives will 
convene to determine the potential for assignment to light duty as described below. The joint 
committee shall include one member of the employee's own unit, one member of another unit, 
and two District administrators. These four shall meet to select a fifth member who will serve as 
chairperson. The task of this joint committee shall be to determine whether the employee is a 
candidate for the light duty program. 
The goals of a light duty Workers' Compensation program are: 
1 .  To help the employee maintain a greater portion of their earnings than would 
otherwise be the case under Workers' Compensation alone. 
2. To contribute to the employee's well-being by allowing gainful employment. 
3. To allow the employee to maintain hisher earned sick days. 
4. To contribute to the District's need for productivity. 
5 .  To reduce or forestall the continued increases in the Workers' Compensation 
insurance premium cost. 
Agreement 
An employee temporarily unable to perform hislher previous duties due to an injury or 
illness received in the employment of the District, who can return to work under temporary 
medical restrictions, can be assigned by the District to a temporary light duty work program 
within the employee's own job classification. Further, the assignment of duty shall be restricted 
to those duties helshe is capable of performing. 
The assignment to light duty may include certain modifications of the job description 
duties so as to minimize the risk of re-injury. Other job modifications may include a reduction in 
the length of the workday or other modifications that are consistent with the goals of the light 
duty program and with the recommendations of the employee's and District's designated 
physician. 
In the event of a reduction in working hours, the following pay calculation shall apply. 
The employee shall receive their regular wage for hours worked plus 213rds the 
difference between the daily earnings and usual and customary daily wage earnings as per this 
example: 
Normal work day earnings = $7.35/hr. X 6 hours = $44.10/day 
Suppose the employee works 2 hours at $7.35 = $14.70 
The 0.66 (213) factor is the statutory Workers' Compensation reimbursement factor. 
Therefore, the employee is paid $14.70 for work performed and $19.40 in Workers' 
Compensation benefits for a total of $34.10 
Without the light duty program, the Workers' Compensation benefit alone would be 
$29.10 per day. 
The employee shall retain their sick days while on light or modified duty and shall not 
gain access to the sick leave reserve. 
The decisions of the joint committee are not subject to the grievance process. 
XXXIII. DRUG AND ALCOHOL TESTING POLICY 
The district and the custodial/maintenance unit have recognized the safety-sensitive issues of the 
maintenance/custodial staff performing their essential job functions and has agreed to establish a 
drug and alcohol testing policy to help prevent accidents and injuries resulting from misuse of 
alcohol and drugs. Therefore, all maintenance/custodial staff are subject to drug and alcohol 
testing under the following terms: 
1 .) Pre-Employment drug testing - Appropriate testing will be conducted on all job 
applicants whom have received a conditional offer of employment. A five-panel 
urine drug test will be conducted that screens for Amphetamines, Cocaine, Marijuana, 
Opiates and Phencyclidine (PCP). Those that test positive will be automatically 
disqualified and cannot re-apply for employment for a period of six months. 
Random unannounced drug & alcohol testing - On a quarterly basis, the district 
will conduct random drug and alcohol testing on all maintenance/custodial staff and 
auto mechanics. The selection is conducted by our occupational health provider 
using a computer-generated system that is fair and objective. Everyone has an equal 
chance of being selected and there is no chance for subjectivity, favoritism or 
manipulation of the process. Drug and Alcohol testing may be conducted at any time 
the covered employee is on duty for the district. Those employees who refuse to be 
tested will be interpreted as having tested positive and subject to disciplinary action 
up to and including termination. 
A specified percentage of the covered employees are selected via a random number 
generator. Each person selected is required to report to a designated collection site 
after being notified. 
All drug and alcohol testing will be kept confidential by the district and shall only be 
revealed following written authorization from the employee. Such authorization may 
be necessary in communicating with the district occupational health provider, the 
Wayne-Finger Lakes BOCES, Employee Assistance Program or any other individual 
designated by law. 
3.) Post accident - In the event of a commercial motor vehicle or heavy equipment 
accident a drug andlor alcohol test will be conducted on employees whose 
performance could have contributed to the accident. A post accident positive test will 
result in disciplinary action. 
4.) Findings of Drug Use and Disciplinary Consequences - If an employee has tested 
positive (on a random unannounced drug and alcohol test) or has in some way 
admitted to the use of illegal substances, the Director of Human Resources or the 
Director of Buildings and Grounds shall refer the employee to the EAP 
Administrator. If prior to testing positive for drugs and/or alcohol, the employee 
voluntarily admits to using an illegal substance, cooperates, obtains counseling and 
rehabilitation treatment from EAP, and refrains from future use of the controlled 
substance then harsh disciplinary action will not be taken against the employee on the 
first such occasion only. If time is needed for a leave of absence for rehabilitation, 
(up to a one (1) year period without pay), this time will not be counted towards 
seniority. 
If the employee does not voluntarily admit to the usage of a controlled substance 
andlor if the employee refuses EAP counseling andlor treatment, then the Director of 
Human Resources shall start disciplinary action against the employee. Depending on 
the severity of the situation, the employee may be subject to a written warning being 
placed in their file, suspension without pay for a period of time no less than 10 work 
days but no greater than 30 work days, or termination. 
If the employee successfully participates in treatment and rehabilitation but has a 
subsequent relapse, the employee will be recommended to the EAP Administrator for 
relapse rehabilitation with all the stipulations previously mentioned. 
XXXIV. GRIEVANCE PROCEDURE 
A. Purpose 
In order to maintain harmonious and cooperative relationships between the administration 
and the unit members, this procedure is intended to secure, at the lowest possible administrative 
level, solutions to grievances. 
B. Definitions: 
1. Grievance shall mean any alleged violation of this Agreement. 
2. Aggrieved party shall mean any employee in the negotiating unit filing a 
grievance. 
3. Employee shall mean any person covered by this Agreement as described in 
Article 111. 
4. Supervisor shall mean Superintendent of Buildings and Grounds. 
C. Nothing contained herein will be construed as limiting the right of any aggrieved party to 
discuss the matter informally with an appropriate member of the administration and having the 
grievance informally adjusted. In the event that any grievance is adjusted without formal 
determination, pursuant to this procedure while such adjustment shall be binding upon the 
aggrieved party and shall, in all respects, be final, said adjustment shall not create a precedent or 
ruling binding upon either of the parties to this Agreement in future proceedings. 
D. Use of these procedures shall not be for the purpose of adding to, subtracting from, or 
altering in any way, any of the provisions of this Agreement. 
E. A grievance shall be considered settled on the basis of the last decision rendered unless 
appealed to the next stage in these procedures within the time limits specified. Time limits may 
be extended only by mutual agreement of both parties. 
F. No written grievance will be entertained and shall be deemed waived unless such written 
grievance is presented at Stage 1 within twenty (20) work days after the employee knew or 
should have known of the act or condition on which the grievance is based. 
G. Failure at any stage of the grievance procedure, to communicate a decision to the 
aggrieved party within the time limits specified, shall permit the lodging of an appeal at the next 
stage of the procedure, provided that such appeal is made within the time limits that would have 
been in effect had the decision been communicated by the final day. 
H. Stage 1 
1. No alleged grievance shall be entertained and shall be deemed waived unless 
presented in writing at the first available stage within twenty (20) work days after the aggrieved 
party knew or should have known of the act or condition on which the alleged grievance is 
based. 
2. An employee having a grievance will discuss it with the supervisor, either directly 
or through a representative, with the objective of resolving the matter informally. The supervisor, 
after investigating the facts related to the grievance, shall render his decision orally, by the end of 
the fifth (5th) workday following the day the grievance was submitted. 
3. If the grievance is not resolved informally, it shall be reduced to writing and 
presented to the supervisor within five (5) work days from the date of the supervisor's oral 
decision in Stage 1. Such written grievance shall set forth the alleged facts on which the 
grievance is based, the specific provision(s) of the contract involved, the date such grievance 
occurred and the remedy sought. The grievance must be signed by the aggrieved party. By the 
end of the fifth (5th) workday following the day the grievance was received by him, the 
supervisor shall render a written decision and present it to the employee. 
I. Stage 2 
1. If the aggrieved party is not satisfied with the decision at Stage 1, he or she may, 
within five (5) work days of the date such written decision was received by him or her, file a 
written appeal to the Superintendent of Schools or his designee. 
2 .  Within ten (10) work days of the date such appeal was received by the 
Superintendent of Schools or his designee, he shall conduct a hearing with the aggrieved party, 
an Association Representative (if any), the aggrieved party's supervisor and others at the 
discretion of the Superintendent of Schools. Such hearing shall be held after working hours 
unless mutually agreed by the parties to hold such hearing during the regular workday. 
3. By the end of the fifth (5th) work day following the day of hearing, the 
Superintendent of Schools or his designee will render his decision thereon, in writing, and 
present it in duplicate to the aggrieved party. 
J. Stage 3 
1. If the aggrieved party is dissatisfied with the decision at Stage 2, he or she may 
within five (5) workdays file a written appeal with the Board of Education. 
2 .  Within ten (10) workdays, a committee of the Board will hold a hearing on the 
grievance. 
3. Within ten (10) workdays after the hearing, the Board committee shall render a 
decision. The decision of the Board committee shall be final and binding upon all parties. 
XXXV. RETIREMENT BENEFITS 
The Board of Education will continue to provide the optional coverage available under 
the Employees' Retirement System that provides for application of unused sick leave as an 
additional service credit upon retirement (Section 41 -5). 
IN WITNESS THEREOF, the parties hereunto set their hands and seals. 
Custodial Maintenance Association Superintendent of Schools 
CI 
-9 Signature Signature 
Appendix "A" 
Personal Leave 
A. Each full-time custodial-maintenance staff member shall be allowed two (2) days per 
year of leave with full pay for the purpose of transacting or attending to personal, legal, business 
or family matters which require absence during normal working hours. Such leave shall be 
available for reasons of hardship or pressing need, such as a personal legal matter, attending a 
graduation or wedding ceremony of a son or daughter or other similar matters. It is understood 
that this listing of permissible uses of personal leave is not meant to be exhaustive, but merely a 
guide to the types of absence contemplated by this section. The leave shall not be used merely 
for personal convenience or pleasure or in matters such as shopping, hunting, vacations or 
similar purposes. Except in emergencies, the unit member shall give the Supervisor of Buildings 
and Grounds written notice on the form provided to take such leave at least two (2) workdays 
prior to the day of the proposed absence. A unit member need not indicate nor shall the unit 
member be requested to indicate the specific reason for taking such leave, but shall indicate that 
the matter cannot be satisfactorily dealt with at a time other than during normal working hours. 
B. Notification forms may be obtained from the Head Custodian in each building or from 
the Supervisor of Buildings and Grounds. 
C. Personal leave shall not be cumulative and shall not be charged against sick leave. 
D. Notification forms for personal leave shall read as follows: 
Notification of Personal Leave 
(To be submitted in duplicate to the Supervisor of Buildings and Grounds at least two (2) days in 
advance of absence.) 
Under the provisions of the Agreement between the Custodial Maintenance Unit and the School 
District, I intend to take personal leave on the following date: 
DATE: SIGNATURE : 
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Canandaigua City School District 143 North Pearl Street 
Conlmitted to Excellence Canandaigua, NY 14424 
Telephone: (585) 396-3704 
MEMORANDUM OF AGREEMENT 
The Superintendent of the Canandaigua City School District and the 
Canandaigua CustodiallMaintenance Association hereby agree to amend 
and append Article XXII, letter f and number 6 as follows: 
6. Week-end Part-Time Custodial Worker. The starting hourly 
rate of pay shall be $8.50/hr. The week-end part-time Custodial Worker(s) 
shall be expressly employed to work up to an eight (8) hour shift on 
Saturdays andlor Sundays. They are not entitled to overtime as defined in 
section XXII (B) or to any district benefits. 
Stephen J. Uebbing Michael McClain 
Superintendent of Schools President 
Canandaigua CustodialIMaintenance 
Association 
Date '/ 3 G o b  
DONALD W. M, JJB.
Superintendent of Schools 
NANCY R. ECKERT 
Asst. Superintendent for Instruction 
JOHN E. ZAPPIA 
Asst. Superintendent for Business 
C o m m i t t e d  t o  E x c e l l e n c e  




MEMORANDUM OF AGREEMENT 
The Superintendent or  the Canandaigua City School District and the Canandaigua City School 
District Custodial and Maintenance Association hereby agree to amend and append Article 
XVII-Terminal Vacation as follows: 
In the event of the death of a member of the Custodial and Maintenance Association, while on 
active service to the District, the District will pay the estate of the member their regular per diem 
rate for accl~niulated and culrent vacation days up to the maximum outlined Article XV- 
Vacation. 
~ o n a l d  W. Raw, ~ r . '  
Superintendent of Schools 
Michael McClain 
President, Canandaigua City School 
District Custodial Maintenance Association 
143 North Pearl Street Telephone (585) 396-3700 
Canandaigua, New York 14424 Fax (585) 396-7306 
www.CanandaiguaSchools.org 
